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1.4.2 PROVOST AND SENIOR VICE PRESIDENT FOR ACADEMIC AFFAIRS 
The Provost and Vice President for Academic Affairs is appointed by the President as Senior 
Vice President and chief academic officer of the College for a term mutually agreed upon 
and is responsible to the President. As the administrative officer responsible for all academic 
affairs of the College (policies, personnel, programs, budgets), the Provost is vested with 
authority commensurate with such responsibility. The Provost recommends to the President 
the appointment, promotion, and retention of Vice Provosts, Deans, administrative staff, 
and all full-time faculty. The Provost is a member of the President’s Cabinet, chair of the 
Provost’s Academic Council of Deans, and an ex-officio member of all committees in the 
area of academic affairs. As the senior leader among the President’s Cabinet, the 
Provost has executive authority for College decisions in the President’s absence. 
The administrative staff of the Provost to whom responsibility and commensurate authority 
are delegated are the Vice Provost for Academic Affairs, the Vice Provost for Enrollment 
and College Communication, the Vice Provost for Student Life, the Deans of the Schools, 
the Dean of the Core, Dean for Library and Academic Resources, the Chief Technology 
Officer, the Director of Institutional Research, the Director of Faculty Compensation, the 
Director of Assessment, and the Director of Business Operations the Vice Provost for 
Student Academics and Dean of the Core, the Vice Provost for Academic Programs 
and Planning, the Associate Provost for Faculty Affairs and Senior Diversity Officer, 
the Vice Provost for Enrollment and Communications, the Vice Provost for Student 
Life, Deans of the Schools, Dean for Library and Academic Resources, and the Chief 
Technology Officer. 
1.4.2.2.2 Vice Provost for Student Academics and Dean of the Core 
The Vice Provost for Student Academics and Dean of the Core is appointed by the 
Provost for a term mutually agreed upon and is vested with the commensurate authority and 
responsibility for all aspects of student academic policies and support, as well as the 
academic enterprise of the core undergraduate programs at the College: Collegiate Seminar, 
January Term, the Core Curriculum, the Honors Program and the First Year Advising 
Cohort. The Vice Provost and Dean reports to the Provost and recommends the 
appointment, promotion, and retention of his/her administrative staff and contingent 
faculty; consults with the Provost on all matters relating to the substantive revision of the 
academic policies and programs of the Core and the appointment of Directors of January 
Term, Collegiate Seminar, Advising, and the Honors Program, as well as the Chair of the 
Core Curriculum Committee,; provides leadership for the offices and initiatives related 
to student academic success and consults with the Provost on the appointment of 
Directors of the Advising Office, Career and Professional Development Services, 
Student Success, and the High Potential Program; and collaborates with other Vice 
Provosts, Deans and the Vice Provost for Academic Affairs the Academic Senate in 
matters of mutual concern and especially with those involving overlapping policies, programs 
and faculty designing and implementing student policies, such as the Academic 
Honor Code. The Vice Provost and Dean is a member of the President’s Cabinet. 
1.4.2.4 Department Chairs 
 Duties of a Chair 
1. Departmental Organization 
a. Organize instruction (course assignment, course scheduling) and develop instruction 
(new courses, teaching effectiveness) within the department for the academic year; 
2. Courses and Instruction 
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a. Organize instruction (course assignment, course scheduling) and develop 
instruction (new courses, teaching effectiveness) within the department for 
the academic year; 
b. Use hiring practices that apply departmental expectations and qualifications 
consistently across all sections of each course, with allowances for reasonable 
differences based on the specific training needed for specific pedagogies (e.g. 
online, community engagement).  
c. Remind faculty of departmental expectations regarding content and delivery 
of courses, including any on-campus meeting requirements and 
technological requirements of relevant course sections, programs, or degrees 
offered by the department or the program. Faculty shall have access to this 
information before being assigned any course.  
d. Oversee the determination of which courses or sections, if any, as well as 
which degree or certificate programs, if any, will be offered in an online or 
hybrid format. 
3. [renumbered] Faculty Management 
4. [renumbered] Rank and Tenure Review  
It is the responsibility of the chair to: 
a.  
b. Maintain a current file for each tenure-track member of the department with relevant 
material of candidates for rank and tenure review; keep informed on candidates 
subject to any Rank and Tenure Review interim review, those eligible for tenure, 
and those eligible for promotion; collect appropriate materials to be presented to 
tenure-track members of the department to assist them in their evaluation of the 
candidates; 
c. Be responsible for the timely placement of the departmental forms in the candidate's 
rank and tenure file and of the formal letter from the chairperson for candidates 
subject to any Rank and Tenure review interim review, and of any appropriate 




f. Coordinate a formal review of faculty undergoing Rank and Tenure review up 
for interim, tenure, and promotion reviews. Work with the department or program 
to evaluate the faculty member’s rank and tenure progress. Write Form B on behalf 
of the department or program. Represent any minority opinions in the department 
or program. Submit Form B directly to the Rank and Tenure Committee; share and 
discuss the written recommendations with the candidate prior to submitting them 
to the Rank and Tenure Committee. 
5. [renumbered] Authority (beyond the items listed above) 
1.4.3.4 Executive Director of for Public Safety and Transportation 
 
The Executive Director of for Public Safety and Transportation reports to the Vice 
Provost for Student Life and coordinates campus safety and security matters, establishes and 
enforces parking and traffic regulations, coordinates crime investigation and reporting, and 
facilitates emergency and natural disaster operations. 
1.4.8 VICE PROVOST FOR ACADMIC AFFAIRS PROGRAMS AND PLANNING 
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The Vice Provost for Academic Affairs Programs and Planning is appointed by the 
Provost for a term mutually agreed upon. The Vice Provost provides strategic and 
operational support for the Colleges academic programs, which includes: supervision of 
international programs and services, community engagement, and professional and career 
development; collaboration with the Vice Provosts for Student Life and Enrollment on 
initiatives for recruitment, retention, admission, curricular and co-curricular programming; 
strategic and operational support for policies and procedures related to graduate, 
professional, hybrid and online education; assistance to the Provost in developing industry 
and community relations through partnerships, research, and programming; facilitation of 
the development of grant requests, academic centers and institutes; service as the WASC 
Senior College and University Commission Accreditation Liaison Officer and working with 
the Provost in overseeing academic planning and assessment, academic policies and 
programs, accreditation, Program Review and subsequent program action plans; oversight of 
the Center for Teaching, Learning and Scholarship; assistance with department chair and 
program director development and support for new faculty; supervision and coordination of 
course assignment and scheduling, procedures and records for and faculty relative to 
grievances and appeals, summer session, and commencement; support for faculty workforce 
planning and budgeting; and collaboration with other Vice Provosts, Deans, and the 
Academic Senate in designing and implementing student policies, such as the Academic 
Honor Code and the Student Code of Conduct. The Vice Provost is a member of the 
President’s Cabinet. The Vice Provost provides strategic leadership, coordination, and 
support in academic program planning and review, internationalization and global 
learning, community engagement, strategic planning, course assignment and 
scheduling, educational effectiveness, and strategic planning and organizational 
learning.  The Vice Provost reports to the Provost; recommends the appointment, 
promotion, and retention of his/her administrative staff; and provides leadership and 
oversight to the Catholic Institute for Lasallian Social Action (CILSA), the Office of 
Assessment, the Office of Institutional Research, the Center for International 
Programs, and Summer Session.  The Vice Provost also serves as Saint Mary’s liaison 
to the WASC Senior College and University Commission and is a member of the 
President’s Cabinet. 
1.6.1.2.3 Faculty Officers 
1.  Academic Senate Chair 
The Chair presides over the general, special general, and executive meetings of the 
Academic Senate (see section 1.6.1.2.9.1, Meetings). The Chair sets the calendar for all 
meetings and coordinates the agenda for executive meetings. The chairperson assumes 
office after serving one year as vice chairperson. The Chair receives reassigned time from 
teaching assignments commensurate with the responsibilities of the office. 
The chairperson appoints the parliamentarian for a one-year term and works closely with 
the parliamentarian to ensure Senate business is conducted according to sound and 
accepted principles of order. Likewise, the chairperson works with the faculty 
governance coordinator to ensure a careful record of proceedings and their posting. 
The Chair serves on the College Committee on Inclusive Excellence, Provost’s 
Academic Council of Deans, Academic Administrators Evaluation Committee, Budget 
Committee, Faculty Handbook Review Committee, Institutional Effectiveness 
Committee, and the Academic Affairs and Enrollment Committee of the Board of 
Trustees, and is the Faculty Representative to the Board of Trustees. 
1.7.2.4 Institutional Effectiveness Committee  
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Role: The Institutional Effectiveness Committee aims to ensure the use of research-based 
planning and assessment as well as systematic and continuous review of the College’s 
programs and services, to measurably demonstrate that the College is fulfilling its mission.  
The Institutional Effectiveness Committee is charged with the following:  
• Organize and provide assessment of the strategic objectives.  
• Organize work related to WASC Senior College and University Commission 
accreditation.  
• Oversee the administrative departmental review process.  
• Facilitate the Strategic Initiative Fund request process and prepare recommendations 
for the President’s Cabinet.  
• Communicate regularly to College community regarding strategic planning and 
accreditation.  
Membership:  
• Vice Provost for Academic Affairs (chair)  
• Provost  
• Vice President for Finance and Administration  
• Vice President for Advancement  
• Vice President for Mission  
• Vice Provost for Enrollment and College Communication  
• Vice Provost for Student Life  
• Executive Assistant to the President  
• Chair of the Academic Senate, or designee  
• Staff Council representative  
• Chief Diversity Officer  
• Director of Athletics and Recreational Sports  
• Chief Technology Officer  
1.7.2.5 Title IX Committee 
Membership:  
- Associate Vice President for Human Resources/Title IX Coordinator (Chair) 
- Dean of Students (Deputy Title IX Coordinator)  
- Senior Associate Athletic Director/Senior Woman Administrator (Deputy Title IX 
Coordinator)  
- Director of Employee Relations, Compensation & HR Consultation (Deputy Title IX 
Coordinator) 
- Executive Director of for Public Safety and Transportation 
- Director of Community Life  
- Director of Sexual Assault Prevention  
- Faculty Member  
- Vice President for Finance and Administration  
- General Counsel (ex officio)  
1.7.3.4 Rank and Tenure Committee 
Role: The Rank and Tenure Committee makes recommendations to the President on tenure 
and promotion, and makes recommendations to the Provost on reappointment subsequent 
to initial and interim Rank and Tenure reviews interim reviews. (see section 2.6.2 
Procedures for Promotion and Tenure) 
	197 
Faculty Qualified for Election: 
4. Any faculty member currently serving on the Rank and Tenure Committee is eligible for 
election as chair of the Committee for the following year. A faculty member is elected 
chair for a term of one year, and may be re-elected, up to a total of three consecutive 
terms. 
If a member whose term is ending is elected chair, his/her term of service on the 
Committee will be extended by one year or as long as he/she is elected chair by the 
Committee. He/she will retain the representation for which he/she was originally elected 
to the Committee. In such a case, if the member’s term is extended by one or two 
years, the elected successor to the position filled by that member (School 
representative or member-at-large) will serve a term of three years minus the 
number of years the chair’s term was extended. If the chair’s term is extended to 
the three-year maximum, the elected successor to the chair’s position (School 
representative or member-at-large) will serve a three-year term. 
1.7.4.1 Grievance Committee  
The Grievance Committee will be constituted as follows: A Grievance Committee is the 
group of twelve tenured faculty members, selected using the following procedure, 
created for the purpose of hearing a particular Grievance Case. 
Membership: The committee consists of twelve members:  
- eight tenured faculty members, two each from the Schools of Liberal Arts, Science, 
Economics and Business Administration, and the Kalmanovitz School of Education, 
elected by the faculty, to two-year staggered terms 
- four tenured faculty members, elected at-large by the faculty, to two-year staggered terms 
Vacancies of regular Committee members are filled in the next election and are filled for the 
amount of term remaining. 
Department chairpersons are not eligible to serve on the Grievance Committee. Faculty 
members who sit, or who sat, in the preceding year, on the Rank and Tenure Committee, are 
not eligible to serve on the Grievance Committee. 
A Grievance Committee member may serve on a maximum of two concurrent grievances. 
In an academic year in which the number of concurrent grievances filed exceeds three, the 
chairperson of the Academic Senate has the discretionary power to enlarge the Committee 
from the runners-up from the previous two election years; the Committee is to be enlarged 
prior to the challenge stage of the grievance proceedings. 
For the hearing of each particular case, each party to the grievance can challenge two 
members. The Committee is then reduced to five by lot, the chairperson to be elected by the 
Committee. All tenured members of the faculty are eligible for selection to a Grievance 
Committee, with the following exceptions: faculty currently on leave or sabbatical, 
faculty serving as administrators, faculty on reduced services or phased retirement, 
current Department chairs and Program Directors, faculty who sit on or who sat in 
the previous year on the Rank and Tenure Committee, and those who were selected 
to serve on a Grievance Committee in this or the previous year.  
When a grievance has reached the stage of requiring a Grievance Committee, that 
committee will be created as follows:  
• The Faculty Governance Coordinator will draw at random two members each 
from among the eligible tenured faculty of the Schools of Liberal Arts, Science, 
Economics and Business Administration, and the Kalmanovitz School of 
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Education, as well as four additional members from the eligible tenured faculty 
at large.  
• Each party to the grievance may challenge two members within ten (10) school 
days of the actual notice of the composition of the Grievance Committee. 
Challenges are peremptory and without personal or professional prejudice.  
• The Committee is reduced to five by lot by the chairperson of the Academic 
Senate. 
The chairperson of the Academic Senate will insure that the final Committee of five 
members be operative within five (5) school days from the request for a hearing its creation. 
The Grievance Committee will determine its own chair. 
For Grievance Procedures, see section 2.16. 
1.7.4.5  Undergraduate Educational Policies Committee 
1. The Undergraduate Educational Policies Committee makes recommendations to the 
Academic Senate on matters of undergraduate curriculum, especially: 
a.  
b.  
c. all new credit and non-credit courses proposed for addition to the undergraduate 
College catalogue, as well as significant changes to existing courses; (Note that new 
and revised courses, degree programs and program modifications (including 
majors, minors, options, certificates, and subject matter preparation 
programs) are to be reviewed in accordance with the same review process, 
regardless of pedagogical technique.)   
1.7.4.6  Graduate and Professional Studies Educational Policies Committee 
The Graduate and Professional Studies Educational Policies Committee: 
3. Makes recommendations to the Academic Senate on matters of graduate and 
professional studies curriculum, especially: 
a. Approval of new programs, new concentrations within existing programs, 
certificates offered by graduate or professional studies programs, or significantly 
revised courses; (Note that new and revised courses, degree programs and 
program modifications (including majors, minors, options, certificates, and 
subject matter preparation programs) are to be reviewed in accordance with 
the same review process, regardless of pedagogical technique.)   
1.7.4.7 Program Review Committee 
Membership: This Committee is composed of eight voting members: 
- four tenure-track faculty, elected one each from the Schools of Liberal Arts, Science, 
Economics and Business Administration, and Education, and one elected at large 
- one tenure-track faculty elected at large 
- one tenure-track non-tenured faculty elected at large 
- Member of Library professional staff (ex-officio) 
- the Director of Assessment (ex-officio) 
1.7.4.10  Committee on Teaching, Learning, and Scholarship 
Membership: 
- Director of Faculty Development, chai Chairperson 
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- Four tenure-track faculty members, one elected from each School (two-year, staggered 
terms) 
- Three tenure-track faculty members (one-year, renewable terms) appointed by the Director 
of Faculty Development in consultation with the Chair of the Committee on Committees. 
- Representative from the EdTech Center (ex-officio) 
1.7.4.16 Committee on Educational Technology  
Role: The Committee on Educational Technology is charged with advancing the use of 
technology in teaching, learning, and scholarship by exploring innovative pedagogy, new 
learning tools, and potential improvements to academic facilities (i.e., classrooms and 
laboratories); supporting the use of innovative pedagogy; and advising various parties on 
campus on matters that impact the effective use of educational technology.  The primary 
duties of the Committee are to: 
6. Provide training and support for faculty members who teach courses taught using 
online or hybrid pedagogies, including liaising between the faculty member.  
1.7.6.1 Budget Committee 
Guidelines for the Budget Committee 
1. To allocate resources in the best interest of the institution and as determined by the 
College’s strategic planning processes. 
2. To coordinate efforts with the Institutional Effectiveness Committee to assure adequate 
resources for strategic initiatives. 
2. [renumbered] To coordinate efforts with the Employee Benefits Advisory Committee to 
ensure adequate resources for retaining and attracting employees. 
3. [renumbered] To communicate with the committees of the Board of Trustees to increase 
mutual understanding of strategic funding priorities.  
2.1.1 TENURE-TRACK FACULTY 
Associate Professor: Appointment to the rank of Associate Professor normally requires that the 
candidate have demonstrated his/her effectiveness as a teacher, that he/she show clear 
promise of high scholarly achievement, and that he/she have demonstrated effective service. 
Possession of the qualifications enumerated above for the rank of Assistant Professor is 
assumed. Hiring at Tthe rank of Associate Professor may or may not accompany tenure. 
See section 2.6.1.1. Additional Criteria 
2.2.1 PROBATIONARY (TENURE-TRACK) APPOINTMENT 
The total period of full-time service as a probationary tenure-track appointee may not exceed 
seven years. At the time of the initial tenure-track appointment, the anticipated year in which 
the tenure review will occur will be specified in writing. A faculty member coming to the 
College without any previous full-time tenure-track teaching elsewhere will be placed on 
the first step of the tenure ladder considered for tenure in the sixth year of appointment. 
The College will normally consider up to three years of other full-time tenure-track teaching 
elsewhere for step placement on the tenure ladder (one step per year of full time 
tenure-track teaching) and credit this toward the year of tenure consideration. (See chart 
in 2.6.2.2) 
In determining initial placement on the salary scale the rank and step initially assigned to 
a faculty member, the appointee’s past activities (e.g., teaching, professional experience, 
scholarly activities, etc.) are evaluated for equivalence to full-time service. 
2.2.2 PROBATIONARY (TENURE-TRACK) APPOINTMENT 
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The total period of full-time service as a probationary tenure-track appointee may not exceed 
seven years. At the time of the initial tenure-track appointment, the anticipated year in which 
the tenure review will occur will be specified in writing. A faculty member coming to the 
College without any previous full-time tenure-track teaching elsewhere will be placed on 
the first step of the tenure ladder considered for tenure in the sixth year of appointment. 
The College will normally consider up to three years of other full-time tenure-track teaching 
elsewhere for step placement on the tenure ladder (one step per year of full time 
tenure-track teaching) and credit this toward the year of tenure consideration. (See chart 
in 2.6.2.2) 
In determining initial placement on the salary scale the rank and step initially assigned to 
a faculty member, the appointee’s past activities (e.g., teaching, professional experience, 
scholarly activities, etc.) are evaluated for equivalence to full-time service. 
2.6 TENURE AND PROMOTION PROMOTION AND TENURE 
2.6.1 STATEMENT ON CRITERIA FOR PROMOTION AND TENURE 
Faculty members at Saint Mary's College are participants in an intellectual, social, and spiritual 
community committed to ensuring that the College be an outstanding Catholic institution of 
higher education, dedicated to developing students' capacities for responsible independent 
thought, spiritual growth, active citizenship, and a productive life. Faculty members are 
retained and promoted for their skillful, dedicated teaching, scholarly vitality, and their 
effective service to the College community. Overarching and informing each of the criteria 
of teaching, scholarship and service must be the demonstrated commitment of faculty to the 
aims and ideals of the College, taking into consideration the nature, purposes and goals of 
specific programs. The Mission Statement of the College and the statement on the faculty of 
the College (see sections 1.1 Saint Mary’s College Mission Statement and 1.2 History of Saint 
Mary’s College) set forth the aims and ideals by which the faculty is challenged to guide its 
actions. 
The successful pursuit of tenure and promotion promotion and tenure thus requires serious 
engagement in a wide range of activities. Faculty members should make long-range plans for 
their own professional development to ensure that they meet the appropriate criteria. What 
follows is not a checklist, but rather a suggestion of general guidelines for evaluation.  
2.6.1.1 Additional Criteria 
Promotion: The following special criteria apply to various ranks: 
1. Assistant Professor 
2. Associate Professor 
3. Full Professor 
a. completion of a Pre-Professor Interim Review (section 2.6.2.2.2(2));  
Note: The President and the Provost, at their respective levels of review for tenure and 
promotion promotion and tenure, will review the candidate’s complete personnel file to 
ascertain if, during the time in which the candidate has been employed at the College, there 
has been a determination of violation of the College’s non-discrimination and/or retaliation 
policies, including but not limited to the College’s policy prohibiting sexual harassment. If 
such a violation has been found, the President and the Provost may take that finding into 
account when making a final decision regarding the faculty member’s candidacy for 
promotion and/or tenure and will provide written explanation to the faculty member in 
question if there is a negative ruling resulting from such a review. 
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2.6.2 PROCEDURES FOR TENURE AND PROMOTION PROMOTION AND TENURE 
2.6.2.1 Eligibility 
Faculty who are not eligible for or who opted against the new Rank and Tenure 
schedule that went into effect on July 1, 2020 should consult the 2019-2020 Faculty 
Handbook for guidance in the Rank and Tenure process.  
It is the responsibility of the faculty member to keep track of the schedule of Rank and 
Tenure reviews, and to keep those involved in the Rank and Tenure process apprised of an 
appropriate address and telephone number during the deliberation of the Rank and Tenure 
Committee and the considerations of the Provost. As a matter of courtesy, on or before June 
15 of each year the Provost shall remind each person eligible for tenure and/or promotion 
promotion or tenure. Those persons who are to be considered shall submit to the chair of 
the Rank and Tenure Committee, on or before August 15 for initial and interim reviews 
interim review and on or before October 15 for tenure and/or promotion and pre-
Professor reviews promotion, tenure, or pre-Professor review, the appropriately completed 
forms and whatever other information they deem important to the consideration of their 
cases (statements of activities, publications, honors, etc.).  
2.6.2.1.2 Promotion 
Faculty members will be considered for promotion in the year in which they reach the top 
step for their rank. When Assistant Professors are awarded tenure, they are 
automatically promoted to Associate Professor.  
Associate Professors They may choose to apply for promotion to full professor one year 
before they reach the top step for their rank of the promotion ladder, or they may choose 
to defer consideration for promotion until the first or second year after they reach the top 
step of their rank. Faculty must be considered for promotion in one of those four years. If 
promotion is denied, any subsequent request for said promotion is at the option of the faculty 
member; the application must adhere to the procedure described in section 2.6.2.2.3 
(Promotion and Tenure Reviews). 
2.6.2.1.3 Tenure 
The normal length of probationary tenure-track letters of appointment is one year; all such 
letters of appointment are eligible for consideration for annual renewal (See section 
2.6.2.2.2.9 Interim and Initial Review Conducted by the Rank and Tenure 
Committee). The total length of the probationary tenure-track period at the College will not 
exceed seven years. Faculty appointed to a probationary tenure-track position normally will 
have up to a maximum three years of prior experience recognized toward tenure. Faculty 
who are granted zero or one year credit toward tenure at the time of their hire may 
opt to undergo their tenure review one year early. This would trigger a terminal year 
if they are denied tenure. Applicants for early tenure are not able to withdraw their 
application after the submission deadline. In exceptional circumstances a candidate can 
be appointed with tenure, or with four, five, or six years toward tenure.  
2.6.2.2 Faculty, Department and School Procedures 
There are three distinct types of review: promotion, tenure, and interim reviews. In a given 
year a faculty member moving toward promotion and tenure can have overlapping reviews. 
In all cases, it is the faculty member's responsibility to be knowledgeable about his/her 
schedule for review. Department/School interim reviews, Rank and Tenure interim reviews, 
Initial, interim, and tenure/promotion reviews occur according to the length of the 
candidate's in-residence probationary period. In all cases, it is the faculty member's 
responsibility to be knowledgeable about his/her schedule for review. Promotion 
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reviews occur according to the candidate's placement on the salary scale (see section 2.6.2.1.2 
Promotion). 
Interim and Tenure Initial, Interim, and Tenure/Promotion Review Cycle by Length of 
In-Residence Probationary Period 
 
Seven Years 
(No years granted 
toward tenure) 
Six Years 















Interim Review   
3. 
Rank & Tenure 
Interim Review 
Rank & Tenure  
Interim Review 
Rank & Tenure 
Interim Review  
4. Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
5. Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
Rank & Tenure 
Interim Review 
6. Rank & Tenure 
Tenure Review 
Rank & Tenure 
Tenure Review 
Rank & Tenure 
Tenure Review 
Rank & Tenure 
Tenure Review 
7. 









Note: The timing of promotion reviews by the Rank and Tenure Committee 
depends upon the candidate’s initial placement on the salary scale (see section 
2.6.2.1.2 Promotion) 
 
Step on the 
tenure 
ladder 
No years granted 
toward tenure 








1 No review 
(first year at 
SMC) 
--- --- --- 
2 R&T Initial 
Review 
No review 
(first year at 
SMC) 
--- --- 
3   R&T Initial 
Review 
No review 












(first year at SMC) 

















Terminal year, if 
necessary 
⬆ 
Terminal year, if 
necessary 
 
Terminal year,  
if necessary 
 
Terminal year,  
if necessary 
 
*The arrow indicates that candidates in these columns have the option of applying 
one year early for tenure. Those granted three years credit towards tenure will be 
considered for tenure in their 3rd year at SMC.  Those granted two years credit 
toward tenure will be considered for tenure in their 4th year at SMC.  Those granted 
one year credit toward tenure will be considered for tenure in their 4th or 5th year at 
SMC.  Those granted zero years credit toward tenure will be considered for tenure 
in their 5th or 6th year at Saint Mary’s College. 
**For Assistant Professors, a successful tenure review grants promotion to 
Associate Professor.  
Document Requirements: All original documents from all parties should be directed to the Office 
of Academic Affairs so they may be placed in the Rank and Tenure file. 
Candidates should send copies of their self-evaluations for initial review, interim review, 
and Form A for tenure and promotion reviews to the department chairs/program directors 
and academic Deans of the Schools in those areas in which the candidate teaches more than 
one course per year; chairs and program directors should send copies of their evaluations to 
their Deans. 
2.6.2.2.1 Interim Reviews Conducted by the Department/Program/School 
Since the second-year “Department Review” has been replaced by the “Initial” Rank 
and Tenure review, please consult section 2.6.2.2.2 for information about the role of 
departments, programs, and schools. 
1. The interim review process provides the candidate, the department, the School, the Rank 
and Tenure Committee, and the Provost with the opportunity for adequate consideration 
over a reasonable period of time. All faculty moving toward promotion or tenure will 
have periodic reviews. There are two kinds of interim reviews, those conducted by the 
department/program/School (this section) and those conducted by the Rank and 
Tenure Committee (see section 2.6.2.2.2 Interim Reviews Conducted by the Rank and 
Tenure Committee). It is the faculty member's responsibility to be knowledgeable about 
his/her schedule for interim reviews. 
a. All probationary candidates shall be reviewed by their department/ program/School 
in the year(s) prior to the interim reviews conducted by the Rank and Tenure 
Committee. The department/program/School reviews occur according to the 
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length of the candidate's in-residence probationary period. (See chart in section 
2.6.2.2 Faculty, Department and School Procedures.) 
b. Exceptions to the interim review schedule are to be granted only by the Provost in 
consultation with the Rank and Tenure Committee. 
c. Department chairs and program directors shall complete these reviews on or before 
February 15.  
2. The chairperson or program director is responsible for conducting department/program 
interim reviews of probationary candidates whose primary responsibilities lie in that 
department or program. If the chairperson or program director is not on the Rank and 
Tenure roster, then a tenured member of the department or program shall be selected 
by the Dean of the School, after consultation with at least the tenured members of the 
department or program, to carry out interim reviews. If no tenured faculty exist, then 
the Dean, after consultation with at least the members of department or program, shall 
select a tenured member of the School to carry out the interim reviews. In either case 
the faculty member assuming these duties will receive appropriate compensation or 
reassigned time. The chairperson or director is charged with preparing a thorough 
written review of the candidate's performance in each criterion area (see section 2.6.1 
Statement on Criteria for Promotion and Tenure), which shall be provided to the faculty 
member and the Dean. A review shall include class visitations, formal consultation with 
other members of the department or program, including all tenure-track members, a 
thoughtful assessment of the candidate's scholarly plans and achievements and his/her 
service to the College, and a recommendation on reappointment or termination. In cases 
where the chairperson or program director, in formal consultation with tenure-track 
members of the department or program, does not recommend reappointment, the Dean 
of the School shall review the case and send it on to the Rank and Tenure Committee 
along with his/her own written recommendation, as prescribed in procedure 5 below.  
3. A department chairperson or director of a program will solicit a letter from any other 
chairperson or director of a program in whose department or program the faculty 
member being reviewed has taught more than one course during each of the last three 
years (see sections 1.4.2.2.1 Dean of the School and 2.6.1.1 Additional Criteria). 
4. A Dean of a School is responsible for ensuring that interim review procedures are 
correctly applied at the School level for all faculty whose primary responsibilities lie in a 
department of that School. A Dean of a School is not required to evaluate faculty whose 
primary responsibilities lie in a department outside the School, but who teach in the 
School. 
5. In the case of an interim review of a probationary candidate conducted by the 
department chairperson or program director: If a Dean of a School concurs with the 
recommendation for reappointment, he/she shall inform the Provost and the chair of 
the Rank and Tenure Committee in writing on or before March 1; if the Dean of a School 
disagrees with the recommendation of reappointment, or agrees with the 
recommendation of termination, or disagrees with the recommendation of termination, 
the Dean shall send to the Rank and Tenure Committee, on or before March1, the 
written recommendation of the department chairperson or program director together 
with his/her own written recommendation, stating the reasons for agreeing or 
disagreeing with the departmental recommendation. The Rank and Tenure Committee 
shall consider all evidence before making its recommendation, on or before March 15, 
to the Provost. 
2.6.2.2.2 Initial and Interim Reviews Conducted by the Rank and Tenure Committee  
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1. The review process provides the candidate, the department, the School, the 
Rank and Tenure Committee, and the Provost with the opportunity for 
adequate consideration over a reasonable period of time. All faculty moving 
toward promotion or tenure will have periodic reviews. 
2. [renumbered] Probationary tenure-track candidates. Interim Initial and interim reviews by the 
Rank and Tenure Committee shall occur for all probationary tenure-track professors 
who will be considered for tenure in either of the two years following appointment. (See 
chart in section 2.6.2.2 Faculty, Department and School Procedures.) 
3. [renumbered] Pre-Professor Interim Review. A faculty member who is tenured but has yet to 
be considered for Full Professor must have a pre-professor interim review after tenure 
before being considered for Full Professor. It is the responsibility of the faculty member 
to complete this review at least one year before seeking promotion to Full Professor.  A 
faculty member seeking promotion to Full Professor at the same time as tenure must in 
the Form A process address the additional criteria for promotion to Full Professor that 
go beyond those required for tenure alone; this means that in the prior year, this faculty 
member must complete a Pre-Professor review as part of the interim review process for 
tenure. 
4. [renumbered] On or before June 15 of each year, the Provost shall remind faculty members 
of their impending reviews. Those persons to be considered for interim review initial 
and interim reviews, except pre-Professor, shall submit to the chair of the Rank and 
Tenure Committee, on or before August 15, Form A. Form A asks the candidate to 
address the appropriate criteria listed in the Faculty Handbook, and to provide supporting 
evidence. Those persons to be considered for pre-Professor review shall submit these 
materials to the chair of the Rank and Tenure Committee, on or before October 15. The 
candidate shall remind all chairs and program directors in which areas, departments, 
programs the candidate has taught of their responsibilities to provide their evaluations 
of the candidate to the chair of the Rank and Tenure Committee.  
5. [renumbered] 
6. [renumbered] The chair or program director is responsible for coordinating department/ 
program initial and interim reviews of probationary candidates whose primary 
responsibilities lie in that department or program. Chairs and Program Directors 
should consult Faculty Handbook section 1.4.2.4 (3). If the chair or program 
director is not tenured, then a tenured member of the department or program shall be 
selected by the Dean of the School, after consultation with the tenured members of the 
department or program, to carry out initial and interim reviews. If no tenured faculty 
exist, then the Dean, after consultation with at least the tenured members of the 
department or program, shall select a tenured member of the School to carry out the 
interim reviews. In either case the faculty member assuming these duties will receive 
appropriate compensation or reassigned time. The chair or director is charged with 
coordinating a department or program review of the candidate's performance in each 
criterion area (teaching, scholarship, service). A review shall include class visitations, 
formal consultation with other members of the department or program, including all 
tenure-track members, a thoughtful assessment of the candidate's scholarly plans and 
achievements and his/her service to the College, and a department or program 
recommendation on reappointment or termination. In addition, a department chair or 
director of a program is responsible for coordinating those initial and interim review 
procedures dealing with teaching effectiveness, the needs of the College and the 
department, the quality of the curriculum, and the ability to work well with colleagues at 
the departmental level for all faculty who have taught more than one course in the 
department during each of the last three years (see section 1.4.2.4.3 Rank and Tenure 
Review). 
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7. [renumbered] A department chairperson or director of a program will solicit a letter 
from any other chairperson or director of a program in whose department or 
program the faculty member being reviewed has taught more than one course 
during each of the last three years (see sections 1.4.2.2.1 Dean of the School and 
2.6.1.1 Additional Criteria). 
8. [renumbered] A Dean of a School is responsible for ensuring that initial and interim 
review procedures are correctly applied at the School level for all faculty whose primary 
responsibilities lie in a department of that School (see section 1.4.2.2.1 Dean of the 
School). Unless requested by the Rank and Tenure Committee, a Dean of a School is 
not required to evaluate faculty whose primary responsibilities lie in a department outside 
the School, but who teach in the School. The Dean’s letter will be shared with the 
candidate no later than the time of its submission to the Rank and Tenure Committee. 
2.6.2.2.3 Promotion and Tenure Tenure and Promotion Reviews 
1. On or before June 15 of each year, the Provost shall provide a written reminder to faculty 
members of their impending reviews. Those persons to be considered for promotion 
and/or tenure shall submit Form A to the chair of the Rank and Tenure Committee, on 
or before October 15. Form A asks the candidate to address the appropriate criteria 
listed in the Faculty Handbook, and to provide supporting evidence. A faculty member 
who has previously been denied promotion and who wishes to be considered for 
promotion in the current year, must inform the Provost no later than July 15. 
2. On or before June 15 of each year, the Provost shall provide a written reminder to the 
Deans of the Schools and the chair of departments or directors of programs of the names 
of their faculty members who are to be considered for promotion or tenure. The chair 
so notified shall then submit to the chair of the Rank and Tenure Committee, on or 
before September 15 for initial and interim reviews, and on or before December 1 for 
promotion, tenure, or pre-Professor progress reviews, the appropriately completed 
forms and whatever other information they deem important to the consideration of their 
faculty members. The Deans so notified shall then submit to the chair of the Rank and 
Tenure Committee, on or before October 1 (3rd year), October 10 (4th year), October 
20 (5th year) for initial and interim reviews, and on or before December 15 for 
promotion, tenure, and pre-Professor progress reviews, a letter of recommendation and 
whatever other information they deem important to the consideration of their faculty 
members. 
3. The chair or program director is responsible for coordinating departmental/program 
promotion and tenure reviews of candidates whose primary responsibilities lie in that 
department or program (see section 1.4.2.4.3 Rank and Tenure Review). Chairs and 
Program Directors should consult Faculty Handbook section 1.4.2.4 (4). If the 
chairperson or program director is not tenured, then a tenured member of the 
department shall be selected by the Dean of the School, after consultation with at least 
the tenured members of the department or program, shall select a tenured member of 
the School to carry out the reviews. In either case the faculty member assuming these 
duties will receive appropriate compensation or reassigned time. In addition, a 
department chairperson or director of a program is responsible for coordinating the 
review of all other faculty who have taught in the department or program during the last 
four years and who are being considered (see section 1.4.2.4.3 Rank and Tenure Review). 
The calendar dates listed below indicate deadlines for submission of important materials 
for initial and interim reviews, promotion, tenure, and pre-Professor reviews 
progress, and interim reviews conducted by the Rank and Tenure Committee. These 
dates have been established in order to allow for an orderly, efficient, and timely 
deliberation process for the Rank and Tenure Committee and the candidates for review. 
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In particular, these dates have been established to provide useful and formative advice 
for initial and interim review candidates and timely notification for promotion and 
tenure candidates.  
On or before: 
June 15 • Draft Rank and Tenure Roster is distributed electronically. 
• Rank and Tenure Committee chair reminds faculty, department 
chairs/program directors and Deans of the impending reviews and the 
pertinent review dates. 
• Candidates opting for early tenure notify Academic Affairs their 




• Final Rank and Tenure Roster is distributed electronically. 
• Rank and Tenure Committee chair gives a list of candidates to the Student 
Rank and Tenure Evaluation Committee, which initiates the Student Rank 
and Tenure process. 
August 15 
 
• Rank and Tenure chair reminds all faculty that letters of evaluation for 
candidates for promotion to Professor or tenure are due no later than 
December 15. 
• All candidates to be considered by the Rank and Tenure Committee for 
initial and interim reviews interim review, except for pre-Professor, must 
submit self-evaluations, together with other materials for consideration to 
the Rank and Tenure chair and department chairs/program directors. 
September 15 • Chairs/Program Directors submit letters of evaluation for candidates 
undergoing interim review initial and interim reviews. 
October 1 - 20 • Deans submit letters of evaluation for all candidates for interim review 
initial and interim reviews to the Rank and Tenure chair: October 1 
(3rd year), October 10 (4th year), October 20 (5th year).  
• Faculty submit letters of support and peer teaching observation letters to 
the candidate’s file: October 1 (3rd year), October 10 (4th year), October 
20 (5th year)  
• Rank and Tenure chair circulates to the faculty a list of 
complete/incomplete initial and interim review files. 
October 15 • All candidates to be considered by the Rank and Tenure Committee for 
promotion, tenure, or pre-Professor review must submit Form A together 
with other materials for consideration to the Rank and Tenure chair and 
department chairs/program directors. 
• The decision to apply for early tenure is binding once the Form A 
and other materials are submitted. 
December 1 • Chairs/program directors submit letters of evaluation of candidates for 
promotion, tenure, or pre-Professor review to the Rank and Tenure chair. 
December 15 • Faculty submit letters of evaluation of candidates for promotion, tenure, 
or pre-Professor review to the Rank and Tenure chair. 
• The Rank and Tenure chair sends letters to all faculty who were under 
initial or interim review, with copies to the candidate’s dean and 
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department chair or program director. A copy of this letter is also sent to 
the Provost. 
January 15 • Deans submit letters of evaluation of candidates for promotion, tenure, or 
pre-Professor review to the Rank and Tenure chair. 
• The Provost sends letters to all faculty who were under initial and interim 
review regarding renewal/non-renewal of contracts, with copies to the 
candidate’s dean and department chair or program director. 
• Student Rank and Tenure Evaluation Committee submits letters of 
evaluation of candidates for promotion and/or tenure. 
• Rank and Tenure chair circulates to the faculty a list of 
complete/incomplete promotion, tenure, or pre-Professor review files. 
February 15 • Department chairs and program directors shall complete second year 
interim reviews on or before February 15. 
March 1 • Deans shall inform the Provost and the chair of the Rank and Tenure 
Committee in writing on or before March 1 if they concur with the 
recommendations of the department or program's second year interim 
review. 
March 15 • The Rank and Tenure chair sends letters to candidates for tenure, with 
copies to the candidate’s dean and department chair or program director 
and the President. A copy of this letter is also sent to the Provost. 
• The Provost will inform in writing the candidates for whom he/she is 
considering a negative recommendation of that fact. 
April 1 • The Provost sends letters of recommendation of candidates for tenure to 
the President. 
May 1 • The President sends out letters to candidates for tenure, with copies to the 
candidate’s dean and department chair or program director. 
• The Rank and Tenure chair sends out letters to candidates for promotion 
and pre-Professor review, with copies to the candidate’s dean and 
department chair or program director. A copy of this letter is also sent to 
the Provost. 
May 15 • The Provost sends letters of recommendation of candidates for promotion 
to the President, with copies to the candidate’s dean and department chair 
or program director. 
June 1 • The President sends letters to candidates for promotion, with copies to the 
candidate’s dean and department chair or program director. 
 
2.6.2.2.4 Review of Department Chair or Program Director 
When a department chair or program director is scheduled to have a promotion, tenure or 
initial or interim review, the Provost, appropriate School Dean and that chairperson or 
director will consult and select a tenured faculty member, normally from that department or 
program, who will serve as chairperson for the purpose of the review of that department 
chairperson or program director as described in section 2.6.2.2.1 (Interim Reviews 
Conducted by the Department/Program/School), 2.6.2.2.2 (Initial and Interim Reviews 
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Conducted by the Rank and Tenure Committee) and 2.6.2.2.3 (Promotion and Tenure 
Reviews). 





b. In making recommendations concerning cases involving initial, interim review, 
promotion, and/or tenure reviews, the Committee will vote by secret ballot. Tally 
of votes is recorded only in the minutes.  
2.6.2.5 Recommendation and Decision Procedures 
Initial and Interim Review 
1. All initial and interim review decisions of the Rank and Tenure Committee, whether 
positive or negative, are recommendations to the Provost and go first to the Provost for 
consideration before a final decision regarding reappointment is made. (See section 
2.8.3.1 Notice of Non-reappointment of Probationary Tenure-Track Faculty for 
additional information regarding negative decisions.) 
a. When the Provost has reached a decision, the candidate receives both the letter of 
the Rank and Tenure Committee, signed by its chair, and a letter signed by the 
Provost announcing that decision, with a copy to the faculty member’s Dean and 
department chair or program director. 
b. Each group of interim letters (e.g., fourth-year review) All reviews of the same 
category should go out to individual faculty members at the same time. 
2.8.3  NON-REAPPOINTMENT OF TENURE-TRACK FACULTY 
2.8.3.1 Notice of Non-reappointment of Probationary Tenure-track Faculty 
1. As part of the interim review process, the Rank and Tenure Committee may recommend 
non-reappointment to the Provost, in which case the Rank and Tenure Committee will 
notify the candidate's Dean and department chairperson/program director of the Rank 
and Tenure Committee recommendation. 
2.12.3 OBSERVANCE OF CAMPUS REGULATIONS 
Faculty members are urged to discourage infractions of campus regulations by students and 
visitors. Violators should be informed or reminded that they are breaking College rules. 
Instructors are referred to the Saint Mary's College Student Handbook for information 
concerning College regulations, their mode of enforcement, and the manner in which 
penalties are imposed. Serious student infractions should be reported to the Vice Provost 
for Student Life. Problems with visitors are reported to the Executive Director of for 
Public Safety and Transportation. 
2.15.1 FACULTY SALARY POLICY APPROVED BY THE BOARD OF TRUSTEES, 
JANUARY 18 & 19, 2012 
Faculty Compensation Philosophy 
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Saint Mary’s College celebrates the three traditions which have sustained it since its earliest 
years: liberal arts, Catholic and Lasallian. The College defends the goodness, dignity and 
freedom of each person, and fosters sensitivity to social and ethical concerns. The College 
seeks faculty from different social, economic and cultural backgrounds who come together 
to grow in knowledge, wisdom and love. The faculty salary policy reflects the mission, 
traditions and values of Saint Mary’s College of California as they relate to the larger world 
and to internal operations. 
The College recognizes that it must attract and retain outstanding faculty who are committed 
to the College’s mission and to their own personal and professional growth. Thus, the 
College is committed to paying salaries according to the guiding principles of equity (internal 
fairness), stewardship (financial/fiscal prudence), and market forces (external 
competitiveness) to sustain a high quality education.   
The following principles, rooted in the College mission, guide the faculty salary policy: 
are derived from the College’s mission: 
- Enable faculty to support themselves and their dependents with dignity and an 
acceptable standard of living. 
- Attract faculty to come to Saint Mary’s College for reasons first and foremost aligned 
with the mission. While an interest in the mission by the faculty is necessary for a strong 
institution, the salary should be sufficient to attract and retain faculty in the San Francisco 
Bay Area. 
- Recognize that the long-term financial viability of the College depends upon balancing 
institutional values such as fairness and concern for individual dignity with fiscal 
prudence and market competitiveness. In doing so, the faculty salary policy 
acknowledges that market forces are neither irrelevant to compensation practices nor 
sufficient as the sole justification for compensation practices.  
- Specify the circumstances under which differential hiring will be utilized and state how 
differential pay will be implemented.  Favoritism will be expressly disqualified. 
- Assess both the market strategy of looking at extra compensation for “hard to hire” 
disciplines and for internal adjustments, the peer comparators, and the salary policy as a 
whole. 
2.15.1.2 Salary Goals Benchmarks 
1. The College has a step system with six steps at the rank of Assistant Professor, 
seven steps at the rank of Associate Professor, and 12 steps at the rank of Full 
Professor. The Assistant Professor scale includes flexibility to pay up to 2 (two) 
percent above the normal corresponding step at hire commensurate with 
qualifications to enable competitive offers. This additional percentage is applied 
to each step of the Assistant scale only. 
2. [renumbered] The College should initially minimally aligns the mid-point of each rank of 
the Assistant Professor rank and third step of the Associate Professor rank of base 
(or “on-scale”) faculty salaries with the average of median salaries by disciplines (sans 
“hard-to-hire” disciplines) among our market peers, (defined below) adjusted for a Bay 
Area/Moraga cost of labor salary differential. The corresponding Full Professor peer 
median is set between steps 7 and 8 of the 12-step scale. We recognize that this goal 
these benchmarks may constrain our ability to compete for top candidates in our 
applicant pools. 
3. [renumbered] Steps for all ranks will be 2 (two) percent. 
4. The College will preserve a step system with six steps at the rank of Assistant Professor, 
six steps and the rank of Associate Professor, and will expand from the existing seven 
steps of Full Professor to 10.   
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4. [renumbered] The College should aim for internal fairness with a salary structure that is 
equitable across ranks and which has a range of salaries, from assistant through full 
professor that achieves progress toward meeting and maintaining the 
corresponding benchmarks evenly across ranks. 
5. [renumbered] To maintain internal fairness, oOff-scale salary differentials should shall be 
limited to a list of positions or “salary lines” designated “hard to fill hire” based on 
market premiums and that is developed by the Provost, in consultation with the Deans, 
and reported annually to the Academic Senate. 
6. Because off-scale enhancements to salary lines should be funded additionally to, and 
apart from, the yearly operating budget’s faculty salary pool, additional endowment or 
other appropriate resources generated for the support of salary enhancements will be 
given priority by the Board of Trustees for the strategic purposes served by off-scale 
compensation; the College will therefore seek and find additional endowment and other 
resources to cover the cost of off-scale salary differentials. 
2.15.1.3 Salary Administration  
1. The change each year in the faculty salary budget (the “pool”) will be a permanent part 
of the overall budget discussions of the College in collaboration with the Budget 
Committee. Therefore, the change should recognize the current and forecasted financial 
situation of the College, which may require temporary deviation from salary goals. The 
Provost’s Office annually reviews faculty salaries. In light of the policy and the 
benchmarks for each rank, and reports the findings to the Academic Senate. The 
Faculty Welfare Committee reviews the annual report and, in consultation with 
the Provost, generates salary proposal options to present to the Budget 
Committee. Such proposals may include adjustments to the salary scale, salary 
supplemental amounts, course overload rates, stipends, and other forms of fixed-
rate compensation. 
2. Competitiveness of faculty salaries will be is determined by comparison to a group of 48 
39 other institutions selected on the basis of similar Carnegie classification, funding, 
residential characteristics, NCAA Division I athletics, endowments, and AACSB 
accreditation.  Additionally, all institutions in the WCC as well as 3 other Lasallian 
institutions are included.1 
																																																								
The peers include the following: 1. Belmont University (Nashville, TN), 2. Bradley University (Peoria, IL), 3. Bryant University 
(Smithfield, RI), 4. Butler University (Indianapolis, IN), 5. California Lutheran University (Thousand Oaks, CA), 6. Campbell 
University (Buies Creek, NC), 7. Canisius College (Buffalo, NY), 8. Drake University (Des Moines, IA), 9. Elon University (Elon, 
NC), 10. Fairfield University (Fairfield, CT), 11. Gonzaga University (Spokane, WA), 12. Iona College (New Rochelle, NY), 13. Le 
Moyne College (Syracuse, NY), 14. Lewis and Clark College (Portland, OR), 15. Lewis University (Romeoville, IL), 16. Loyola 
Marymount University (Los Angeles, CA), 17. Loyola University Maryland (Baltimore, MD), 18. Manhattan College (Bronx, NY), 
19. Mercer University (Macon, GA), 20. Niagara University (Niagara University, NY), 21. Providence College (Providence, RI), 22. 
Sacred Heart University (Fairfield, CT), 23. Saint Joseph's University (Philadelphia, PA), 24. Seattle Pacific University (Seattle, 
WA), 25. Seattle University (Seattle, WA), 26. Stetson University (DeLand, FL), 27. St. Mary's University (San Antonio, TX), 28. The 
University of Scranton (Scranton, PA), 29. University of La Verne (La Verne, CA), 30. University of Portland (Portland, OR), 31. 
University of Puget Sound (Tacoma, WA), 32. University of Redlands (Redlands, CA), 33. University of San Diego (San Diego, CA), 
34. University of San Francisco (San Francisco, CA), 35. University of the Pacific (Stockton, CA), 36. Wagner College (Staten 
Island, NY), 37. Whittier College (Whittier, CA), 38. Willamette University (Salem, OR), 39. Xavier University (Cincinnati, OH). 
Comparator Institutions:  1. Bradley University, Peoria, IL, 2.  Bryant University, Smithfield, RI, 3.  Butler University, Indianapolis, IN. 4.  
Canisius College, Buffalo, NY. 5. Gonzaga University, Spokane, WA. 6. Loyola College, Baltimore, MD. 7. Marist College, Poughkeepsie, NY. 
8.    Mercer University, Macon GA. 9. Quinnipiac University, Hamden, CT. 10.  St. Joseph’s Univ., Philadelphia, PA. 11.  Stetson University, 
Deland, FL. 12.  Xavier University, Cincinnati, OH. 13. Belmont University, Nashville, TN. 14. Creighton University, Omaha, NE. 15. Drake 
University, Des Moines, IA. 16. Fairfield University, Fairfield, CT.  17. Iona College, New Rochelle, NY. 18. Jacksonville U., Jacksonville, FL. 
19. La Salle University, Philadelphia, PA. 20. Univ. of Detroit Mercy, Detroit, MI. 21. Loyola Marymount, Los Angeles, CA. 22. Manhattan 
College, Bronx, NY. 23. Niagara University, Niagara, NY. 24. Sacred Heart Univ., Fairfield, CT. 25. St. Bonaventure U., Bonaventure, NY. 26. 
University of Portland, Portland, OR. 27. Villanova University, Villanova, PA. 28. Bellarmine University, Louisville, KY, 29. LeMoyne College, 
Syracuse, NY. 30. Rockhurst Univ., Kansas City, MO. 31. St. Mary’s Univ., San Antonio, TX  32. Seattle Pacific U., Seattle, WA. 33. Univ. of 
Scranton, Scranton, PA. 34. Campbell University, Buies Creek, NC. 35. Elon University, Elon, NC. 36. Hampton University, Hampton, VA. 
37. Houston Baptist Univ., Houston, TX. 38. Lewis University, Romeoville, IL  39. Mt. St. Mary’s Univ., Emmitsburg, MD. 40. Providence 
College, Providence, RI. 41. St. Thomas Univ., Miami Gardens, FL 42. Seattle University, Seattle, WA. 43. Univ. of Redlands, Redlands, CA. 
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2.1 Salary data will be are drawn, by disciplines, from the CUPA-HR (College and University 
Professional Association for Human Resources) National Faculty Salary Survey database 
for the most recent year available. Peer medians are average unweighted median by 
institution, and calculated by CUPA-HR. 
2.2 A geographic (i.e. Moraga/San Francisco Bay Area) salary differential of 15 16.4% will 
be is applied to the average median salary by rank of our peer group. The basis for this 
differential will be is data from the Economic Research Institute and will be reviewed 
regularly as part of the is reassessed at each periodic review of policy implementation 
the Salary Policy. 
2.3. Since benchmark data for the coming fiscal year are not available, an estimated 
benchmark is calculated by multiplying the rate of the three-year running average 
of most recently available peer median increases to extant benchmarks for each 
year data are missing (generally 2 (two) years). 
2.4. Should the result of the process above deviate over time from the stated salary 
benchmarks (either above or below), adjustments shall be made to return to the 
benchmarks as quickly as feasible, as recommended by the Taskforce described 
below, and reported annually by the Faculty Welfare Committee to the President 
and the Academic Senate. 
3. Salary supplements will be administered by the Provost in consultation with the Deans. 
The following protocols will be employed: 
3.1 Salary supplements should be considered for individuals in disciplines which have a 
market premium of at least 15% above the median salary at peer institutions at the time 
of initial appointment.  These individuals must have a terminal degree in that discipline 
and an established or anticipated research program in that discipline. 
3.2 Salary supplements generally will shall be limited such that total salary does not exceed 
the median salary earned by faculty at the same rank and in the same discipline at peer 
group institutions adjusted for the Bay Area/Moraga cost of labor. This “cap” will be 
re-assessed at each periodic review of the Salary Policy. 
3.3 The salary supplements -- amounts and underlying rationales -- will be disclosed to the 
Faculty Welfare Committee in the form of total number of positions within each rank 
and amount(s) expended for such enhancements. Faculty placement on the Rank and 
Tenure roster will continue to reflect salary scale placement. 
3.3 For proposals of new Ppositions that are not in disciplines which have with a market 
premium and for which a salary supplement is contemplated (e.g., an endowed 
Professor), the Faculty Welfare Committee should be shall reviewed for and make 
a recommendation from the Faculty Welfare Committee to the Provost in advance of 
approving that position. 
3.4 The CFO, working with Human Resources, will prepares an annual report detailing the 
number of salary supplements within each rank, and aggregate amount(s) spent 
on expended for all salary enhancements, and the underlying funding sources 
supplements. This report is included in the Provost’s annual faculty salary report. 
4. Should the result of the process above deviate over time (either above or below) from 
goal salaries, adjustments shall be made to return to the goals as quickly as feasible, as 
																																																								
44. Wagner College, Staten Island, NY. 45. Pepperdine University, Malibu, CA. 46. Santa Clara Univ., Santa Clara, CA. 47. Univ. of San Diego, 
San Diego, CA. 48. U. of San Francisco, San Francisco, CA  
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recommended by the Task Force described below and reported annually by the Faculty 
Welfare Committee to the President and the Academic Senate. 
4. Review of Faculty Salary Policy by the Faculty Salary Policy Taskforce (FSPT) 
4.1 Every three years (beginning next in 2011-2012 2022-2023), a Task Force Taskforce 
will review the policy implementation to insure ensure fair and consistent 
implementation according to the above goals benchmarks and procedures based on 
trends in actual vs. goal salaries salary benchmarks over time, rather than on annual 
achievement of a specific salary level.  The Task Force, Taskforce will be composed of 
four members of the administration —the Provost, : three members of the Faculty 
Welfare Committee, the Chief Financial Officer, the Chief Human Resources 
Officer, and the Vice President for Mission,; and four members of the faculty—the 
Chair of the Academic Senate, the Chair of the Faculty Welfare Committee, and two 
additional members of the Faculty Welfare Committee. The Chair of the Faculty 
Welfare Committee normally chairs the Taskforce. the Chairs of the Board of 
Trustee Finance and Academic Affairs Committees, the Associate Vice President of 
Human Resources, and the Provost, shall review the implementation of the policy. The 
results of the review of policy implementation will shall be reported to the President, 
the Academic Senate, and the Board of Trustees. 
4.2 Every six years (beginning next in 2017-18 2025-2026) the aforementioned Task Force 
Taskforce shall review all aspects of the policy itself to ascertain if it is meeting the 
needs of the College and its mission.  Findings and recommendations from the review 
of the policy will be reported to the President, the Academic Senate, and the Board of 
Trustees. 
5. Each year the aforementioned Task Force shall provide to the College community a 
comparison of current Saint Mary’s faculty salaries with the salary goals as listed above. 
2.16.2 PROCEDURES THAT APPLY TO ALL GRIEVANCES 
13. Twelve faculty members are elected to the Grievance Committee. For those steps in 
these procedures that require the Grievance Committee, each party to the case can 
challenge two members within ten (10) school days of the actual notice of the 
composition of the Grievance Committee. Challenges are peremptory and without 
personal or professional prejudice. All five members of the Grievance committee must 
be present at deliberation meetings, and all five must vote. No abstentions are allowed. 
See section 1.7.4.1 (Grievance Committee) for a full description of how the Grievance 
Committee is constituted. In addition, in an academic year in which the number of 
concurrent grievances exceeds three, the chair of the Academic Senate has the 
discretionary power to enlarge the Committee from the alternates and runners-up from 
the previous two election years; the Committee is to be enlarged prior to the challenge 
stage. When the steps in this process require a Grievance Committee, the 
committee is created following the procedure in FHB Section 1.7.4.1. All five 
members of the Grievance committee must be present at all deliberation 
meetings, and all five must vote. No abstentions are allowed. 
14. A Grievance Committee member may serve on a maximum of two concurrent 
grievances. 
3.1.8  COURSE CONTENT AND DELIVERY 
It is expected that individual instructors use pedagogical practices that they 
consider to be most appropriate, based on their understanding of themselves, their 
students, and the content of the course. At the same time, it is expected that the 
following be as consistent as is reasonably possible across all sections of a course, 
independent of such things as the instructor and the type of pedagogy used within 
the course (e.g. community engagement, face-to-face, online):  
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1. Criteria for student success, which shall be clearly communicated to students. 
2. Office hours, which will remain consistent with current SMC practices and 
policies. 
3. Faculty responsibility for the course, peer evaluation of the instructor, and 
student surveys of the course. 
4. Students responsibilities in adhering to academic standards and regulations 
governing academic honesty and appropriate classroom behavior as outlined in 
the SMC Student Handbooks, and course policies as outlined in course syllabi. 
5. Privileges available to students, include instructional and technical support, 
advisement, library support, and support for students with disabilities. 
6. Technical support available to students. 
3.1.9  TEACHING OF FAMILY MEMBERS 
For the purposes of avoiding potential conflicts of interest, instructors shall endeavor to 
avoid exercising academic responsibility over any student who is a family member. For 
purposes of this policy, “family member” means the employee, spouse, registered 
domestic partner, parents, children, and siblings. If such a situation arises, the instructor 
must disclose it to the Chair and the Dean, who are responsible for addressing the 
situation, by, for example, assigning the student to another section of the class or 
assigning another instructor grading and evaluation responsibilities. 
 
